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One of the most popular approaches to satisfyih§ this feedback requirement is to
videotape the student in interpersonal situations. Most such effo ts, however,
fall quite short of providing appropriate feedback and the .general /failure to .
demonstrate training benefits from the use ' of this method can be ttributed to

)'adequate feedgack regarding interpersonal performance apparently have discour

Th%s report presents an abproach for decreasing Some,of”theseféb s and diffi-
culties. This approach®uses a computer to assist in the.process f-e1iciting
approp&}a;e feedback from judges and providing .this feéedback to the student,

LY

both 1 coordifation with the videotaped recordings of the student's performante
In thisagegard, computer programs designed to help a judge yrate-int rpersonal -
performance along a variety o% dimensions were .developed and testedd . ,

thesé programs also are suitable for providing feedback to the studeny, formdl .

_ qpment.gfograms were conducted, however. .

eyeral. potential benefits of the procedures for interpersonal skills training
were demonstrated as a result of both the. formal and informal tests of the
sysggm;,afhs o p o o | .-
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Jtests of this aspect of the process were not conducted in the.present’ researc , '7
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. This proaect was Jo1nt1y fun%ed by the 0ffice of Nava1 Research and the
-- .Navy Personnel Research and Develo gnent Center.. .. P .f
. MdRy people at Recru1t Training Command (RTC),.0r1ando were very he]pfu] ”
~in th1s project; most notably CTRCS Paul. Zetterholm. and LCDR William Sullivan,
as. we]] as all of ‘the Company Commanders ‘wha part1c1pated in the v1deotapes. '

J : Pat Smith was reSpons1b1e foK/ mputer programm1ng, system 0perat1on, the ,
coT1ect1on of experimental datay "d many helpful suggest1ons concerning. the | [N
design of the program materials./ :
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Tra1n1ng techno1ogy in the 1nterpersona1isk111s area has not kept pace
_with the training ‘technology that is available in most- other skill areas. The
zcdeficienc1es in interpersonal 'skills training are especya]]y apparent in "JOb
oriented". in ructiop, wherein the student perforhs operational tasks in.simu-
“Yated or actu job situations.™ A major obstacle to the application of job
“ordented instruction to this area is the difficulty in roviding appropriate
feedback to the student concern1ng h1s performance 1n t e interpersonal s1tua-
tion. i v o “ -,,v:a . . . .
One.of the most popular approaohes to sat1sfy1ng‘th1s feedback requ1rement
is to videotape the student ‘in intekpersonal situations.’ Most such{efforts,
:however, fall quite short of providing appropriate feedback ‘and the general
failure to demonstrate traipindg benefits from the use of .this method can be
attribulied to thig shortcoming.. Further, thé costs anddh1ff1cu1tAes associated .
- with providing adeqUate feedback regard1ng 1nterpersona1 performa ce apparenI]y
: have discouraged attenpts to do :s0. _
2 This report present an approach for decreas1ng some of these- costs and.
d1ff1c?1t1es. -This, appréath uses a computer to assist in the prdéess of
eliciting appropr1ate feedback- from Judge and providing this feedback to the-
&§V'student both in coordination with the'vide d recdrdings of the student's ¢
performance.. In this regard, computer programs designed to help a judge rate-
- interpersonal performance along a ariety of dimensions were developed and ‘
tested. - Although. these . programs also ard suitable for prov1d1qg feedback ‘to -
" the student, formal tests\of this aspect f the process/were' notsconducted in
/ the present research. " Formal, albeit brief,, exper1menté1 evaluations of the
‘ however.,

A

.feedback e}1c1tat1on and developmentlprograms were cp\:
P

tra1n1ng weré demonstrated as a result of both t al,and informal tests -
of the system, First, the tasks of elicitin deve1op1ng, and delivering feed-
rback appégred: 'to be fac111tated by the programs, Ev1dence for this came mainly
" “from the elperiences of project personnel who-noted, in developmental tests -of
the system; that these training tagks were difficult, frustrating, and some-
times even imppssible to perform correctly without computer assistance: Also,
nrthe formal evaluations of the computer-assisted methods, judges reported
- 'thSt the work load was_ "about r1ght*" that the task was 1nterest1ng, and that
they underst od the task _

Second the feedback that was “made poss1b1e by th1s new te g?quegappeared

.\\ . .
.Several potent1a1 benef1ts of the proce:::e;gfo nterpersona1 skills -

!

to be much more useful than the feedback that typically results Frogm other ap-

: proaches in the area.’ This conclusion was based en amanalytical comparisoy = = -
;@ of the extent t6 which the feedback of the new programs vs. that.of other, non- :
o computer a1ded methods, conformed to the character1st1cs of good feedback.

- v Th1rd the computer programs can be used to improve the re11ab111ty of -
ratings.of interpersonal performance and,-in se do1ng, improve thé\va]fd1ty of
the ratings. Although, for.a variety of possible reasohs, overall-rating -,
reliabilities were re1at1ve]y'1ow, a new\computer a1ded téchn1que improved the -
’ : . : : L T A v ? Y.

AN .. - L . ' o ) . . [
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' ,r@11gb11ity on one of the two variables (considerate) to which it was applied..
Thi$ technfique provided computer-gentrated, time-weighted averages of’a series
- of individual ratings-of a variable, The reliahility resulting from this - I
method was! considergbly greater than a global rating made by the judge on the a

~“

Vari“ab]e- ¢ . ) . ‘ ) ) . . : ~

-

P -

-~ The preliminary nature of-dthis. study, prevented extensive refinement of
* the programs, and the procedure for their use.. For example, the judges were v
 not extensjyely trained in the use of the computex: rating methods, and little o
was done tp assuge that theygperformed conscientiously. Also, more should be . -
- done to assure thatythe functions .and formats of the programs are approprigte.
_These latfdr. improvements -dwait more extensive development and research ‘ef- .

forts. These'efforts shoyld-result'in.a more com 1e§g_pro?r3m of computer
. aids, aftdr-which a more extensive effort to appWh and evaluate the programs
+should béfEOndugted,,_ - T i W N " .- '

| :: 0 ) 4 " [ -nn“;) -_..\. . e o
-.Thqipﬁesent st9d§ demons tratéd §hé\€robab“fty'thatfa variety of computer
prodrams ijn,enhance intenpersonal skills trainjng. The nature of ideal com-
puter pr “ﬁams for this purpose ¥s a.subject far furahér research.
N . o . ' ‘

. Fur, Aer research is also neéded to determine whéether students perfo?é‘any )
- differently (hopefully better) as.d result’of this'new feedback “procedure,sand .
how these dhanges compare to those occurring under more traditional (i.e., non- '
-;computer)?1raining methods. ~ This training effectiveness issue.(i.ey, how well
does thg tfainihg change performance) should be adiressed after additional ~
developfient and refinemant of the new technique. The concern, about training
validity (1.e., how well) does, theé training improve perf rmanck) s ‘a much more
. thorny |prgblem, since universal agreement on the chdYaSteristics and measure-
ment of godd leadership ddes not exist, despite a-great.body of research on
the subject. The new technology presented here is'intended tp be content free.
. That is, 14 should teach the sybject matter of. interpersonal instruction more
efficiently, regardless of tHe nature or quality o¥ this subject matter. More
. efficient fraining strategids are necessary, but not sufficient, conditions to .-
improve -intlerpersonal performance, Improved.performance in this area also’
requires valilid subject matter, and this concern was ofly ancillary to the
goals of the present effort. / L : . .

\

-, »

Finally, once the trai4&ng‘effectiveﬁess and validity issues have been -
resolved, cost-effectiveness issues arise. Cost-effectiveness-gjestions re-
quire comparisons of the new technique with other-logicat anproaches to the
objectives.| It was beyond the scope-of this study to develop and evaluate )
alternate|approaches. For this reason, and because the ‘training effectiveness

d validjty issues have yet to be resolved for the new-technique, rigorbus
‘efforts to answer cost-effectiveness questioni~are premature, Nevertheless,
. assuming the| desirability of the. functions of the-new computer techniques, and
comparing |these techniques-withhgiﬁrely mandal operations for performing-the
—sane func ions, considerable cost'savings can‘be-demodstrated. e

L
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. . . ) 4
AT INTRODUCTION | f

)

The eff1c1ency of an organ1zat1on depends- on the effect1veness of 1nter-';'
“pérsonal commun1cat1ons withinit. Typ1ca11y, 11tt?e—1s done, to 1mprove per-
formance in this area. . o ' S ' BN B

‘J .

The Nava] Training; Equ1pme t..Center (NAVTRAEQUIPCEN), dur1ng the past five
_years, has-been’gngaged i deté&$f21ng, developing, and~§va1uat1ng several ap-
proaches to -the Amprovement’ of {persona1 behaviors t rough the use of a

., Computer. . Thes approaches bave mainly, been asimed at improving the inter-
personal communfcations: ‘abilities: of Navy recruit company commanders, (CC§§ in,
1nteract1ons with their recruits. These earlier approaches are descr1bed 1n

1,2,3, 4 5, 6 7, 8 9 o ) ¢\ v e \X

L

0ne of these approaches 1nvo1ves tﬁe use of v1deotapes to teach 1nter—"'
personal skills. The: computer controls the’ ‘operation of a videotape pTayer,
coordinating ‘tHe tape with ‘written material presented on a CRT terminal. The
tapgs consist of both real and: role-played interactions between CCs and’ re—
cruits. The lessons train and’ test the ability to recognize examples of vari- -
ous interpersonal skills; These" v1deotape lessons follow an extensive set: of
written CAI’lessons which cover the same skills. The video lessons wére -
desigried to’ present the skills-in a form wh1ch more c]ose]y approx1mates the -,
real operat1ona1 setting.” - . . _ T T

other reports.

N ’
.

vl Speno%r, G. J. and‘Hausser, D.'L,% Blaiwes, A. S. and‘Weller, D. R, Use of
“Computer-Assisted Instruction for Interpersonal Skill Tra1n1ng -A P11ot Study, ,
1975. Technical geport NAVTRAEQUIPCEN 73-C-0133-1. Lt
2. Cohen, J. L. dand Fishbein, M, Development and Resear h Ut111z1ng :the’ . = -
PLATO IV System for Company Commander Behavioral ‘Change T a1n1ng. August 1975 i
Techrical Report: NAVTRAEQUIPCEN 73-C-0129-1,.

3. Hausser, D, L., Blaiwes, A. S., Weller, D. R.,- and - Spencer, Q. J. App11ca-
tion of. Computer-Ass1sme Instruction to Interpersona1 Sk111 Tra1n1ng. January
-1976. Technical Report: \NAVTRAEQUIPCEN 74-C-0100-1. :

4, > Gohen, J. L. and Fishbein,\M. A Field Test of the PLATO. IV Systen fot

Compa y Commander Behavioral Ch nge Training. Ju]y’1976 Techn1ca1 Report"

. NAVTR) QUIPCEN 744C-0095-1.,". - .
5. - Lukas, G., Blaliwes, A. S., and Welter, D. Ry EVa]uat1on of Human Re]at1ons ~
Training Programs. January 1977 Techn1ca1 Report NAVTRAEQUIPCEN _" &
. 75-C-0076-1. T ‘ .
" 6¢ Blaiwes, A. S., We11er, D. R., and Romof G. DeVe] ant and Implementa-

.. tion of a Computerized Evaluation and’ Tra1n1ng System (CEFS) at & Recruit

Tra1n1ng Command. Marth 1978. Technital-Report: NAVTRAEQUIPCEN IH-300.
Weller, D. R. and;Blaiwes, A. S. - Leadership Dimensions of Navy Recruit
Company Commanders an ecruit Morale and Performance. - Psychd]@g1ca1 Reports,
. 1976, 39, 767-770, : ,
. - B]aiwes A. S and Wel - A Social kgu]ator Deve]qg&ent and
_ . Evalsation.s Educaﬁﬂona] Techno1ogy. March 1977,°14-20, *
"~ .9, Blaiwes, A. S. .and Weller, D. R. A Computer1zed Eva]uat1on and Training
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Jhe current research is d1rected at en1arglng the use of v1debtape 1n the. )
"training of interpersonal skills, . An idea’ videotape tra1n1ng program -would.
start with the taping. of a- student in'an actual job situation. The tape's’ :
--&bntents-woutd ‘then-be  rated for: the performance -of-the’ 1nterpersona1 5k1115.“m, -
- Then the student wotld .be given feedback on his/her performance; With spec1a1 '
, attention to strong. and-weak areas. *Additional training would then be given .
oﬁ,appropr1ate skills. LThe taping - feedback. - tra1n1ng cyc1e would be re=

", péated until performance was.acceptablé. o o S

e~ ~

,“

Y A cr1t1ca1 step in the development of this program is the des1gn of.a ;

.methed for accurately, efficiently, and reliably rating. interpersonal. behaV1or//‘\\

. as-seen on. videotape. In thg effort to develop a better method for rating

1:1nter érsonal behavior,many aspects of the feedback component also were pro~
v1ded. .Ihese are the :Ebgects of this study. : S L P T

Q?Pf. It was de 1ded at the outset that a computer would be used to assist 1n“'

f":jthe rat1ng. S me-of thy more apparent advantages of us1ng a computer are:

Raterﬁv‘responses can be automat1ca11y keyed to the 1ocat1on on the

,"*ftape where they occur. | 0 .

' e, The wgt eff
N “The - need r research and déve]opnéht (R&D) on the process of rat1ng,

ot b. Raters responses can be automat1ca11y stored—and processed

. c, Comp]ex outputs and d1sp1ays can be qu1ck1y produced
. /)
d

L4

. A11 funct1QnZ\“f the tape player can bg under programmed contro1 - v
t

ive approaches to v1deotaped rat1ng can be standard1zed

'1ana1yz1ng£ and providing feedback on a student’ s~v1deotaped performance is = |
indicated by the widespread practice ¥f using videotapes for performance feed- ;
back in-training programs, contrasted with the re1at1ve!y minor exper1menta1
evidepce which would gecommend. their use. - Th1s 1s espec1a11y true 1n the

interpersonal’ skf]]s area. . ~ - , , o . o

Most ev1dence in favor of such use of v1deotapes appears to.be- non-quant1-

tative and anecdotal. For ekample,. Kanner]0 neports ‘that instructors become
vividly aware of their shortcomihgs as a result of viewing their. performance
on v1qeotape which "..%is often followed brqstr1k1ng .changes in the instrut-
tor's teaehing behavior....v These 1ns1ghts are ¢ften achieved much more
.rapidly than when someone e%se withdut the bene t of v1deotape playback, o,
. criticizes-an instructor's“performance.” ,A similar observation 'was made in an
: effort to compare v1deotape and role- play1ng procedures for teaéh1ng JOb 1nter-

) v1ew sk111s.11 Tt was noted '...that seyera] subJects 1n\the ro1e-p1ay1ng

* N .

0. Kanner‘ia H }n a Reporfj\f the Th1rd Armed~Forces Teiev151on Copfer-

.‘7encer ‘Port Lee, VA }7-19"0ctober 1962. Office of The Chief S1gna1 Officer:

Audio-Visual Camm n1cat10ns Directorate, April 1963, p. -14.
1. Venardos, . G.#and Harris, M, B. Job Interv1ew Training with Rehab111ta-

tion Clients: : Comparﬂson of Videotape and Ro]e-P]ay1ng Procedures.v Journal
,of App]i Psyc o1ogy, 1973, vol. 58, No. 3, 365 367, . R S

'-‘4- L5 ) N ~
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| group.. 1n1t1a11y'{es1sted the pdss1b111ty of the1r hav1ng 1nterv1ew problems, -
whereas those: in, the *videotape group were quick to détect their own 1nappro-
'Zpr1ate behav1ors and acknowledge the need“for 1mprovement . .

. -

More quant1f1ed obéervat1ons,.howeuer, do not-seem to recommend the use —_
.of videotapes 50 strongly. For example, videotaped performance feedback did
not improve giroup performance in:a. probl en solvihg situation when _used alone;

"although t.did add- small improvements when. combined -wi'th a,v1deotapEd model

of*performance 2 Similar results. were obtained-in.an- exper1ment which fested
f‘the effects of mode] and feedback 'videptapes on teachers use of pos1t1ve feed-~.

back responses tQ children' s,behav1or 13 " "The f1nd1ngs demonstrated that the -
'.comb1ped model*and feedback

o
‘.;'r

_ Other researchers, not1ng fhe cost of v1deotape procedures, recommend
. other methods “to @chieve -the 'training goals. . For.example, when .no. d1fference'5

: videotape technique and the model videotape tech-
‘.n1que'are effective while. the feedback v1deotape 1ntervent1on is ;neffect1ve 0x
. 1n chang1ng teach1ng behav1ors. . Iy .

- was: found be tween role p1ay1ngzand videotape procedures for the JOb interyiew -

"tra1n1ng (both being Superior to an attent1on placebo contro]) the adthors
¢oncluded,:with seme reservation, that: “"While videotape is be1ng used, in-

. /7'creas1ng1y today . for teaching various fhferpersona] skills) such as -inter- .

viewingd,: the savings in equipment expense that: would.result from. employing the'

) ?}equally effect1ve procedure of role- p1ay1ng m1ght suggest that role-p]ay1ng be

uld

"/the treatment of cho1ce. | SN

Anothér effort to’ supp1ement operat1ona1 procedures for tra]n1ng “instruc-

'tors at Sheppard Air Force.Base with videotaped: performance feedback resu]ted
in: conc1us1ons as follows: ”That those capabilities have potential payoffs is’ .
._fassumed ‘but it is nat, clear how those capab111t1es can properly be applied..,.
v :Use of= thefsystem as a superv1sory tool in the existipng :school at, Sheppard A1r

. ;ﬁorCe'Base offers no net advantages., The payoffs do not warrant the cost. "]5

4

e g, Som okey words in.this Yatter quotation are "...how .o . (the performance

..to enhanc! theﬁeffect1vene55/of such tra1n1ng.-

- 13. -Ruthérford, R. B. The’ Effects. of a Mode1 V1deotapg and Feedback -Video-

h’menta1 Education, - Fall 19735 vol.- 42, No

feedback
prove: ‘
dent -to -view the tape, and even Tess seems to be known abYut what can be dbne

1deotapes) can be properly app11ed " Little seems to be done to im-

c -

) 3

L

T? wa1ter ‘G.: éffects of Tra1n1ng Inputs on Group PerfOrmance. Journa1
of App]1ed Psycho]ogy, 1975, -vol. 60, No. 3, 308312,

“tapes.on the Teach1ng Styles of Teachers 1héﬂra1n1ng. The Journal of Experi4j
6469 « L,
. ¢ T

14, 2 See fotnote' 10 oh -page 8.

.;’15;, Hays, J.and Pulliam, R. Deve]opnent and- Eva]uat1on of Video Systems for
“Performance Test1ng and Student Monitoring.. Technical Tra1n1ng D1v1s1on,-

i

rﬁgﬁ uality &f the videotaped. experience beyond merely allowing the stu- -

J

g

Lowery A1r Force Base, CO, AFHRL-TR-74 67, du]y 1974 p. 169, . - S 'f”‘t"

-
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.. SECTION II e \
'GENERAL WETHODOLOGY |

. ,Three»importaﬁt factors in the-desigh of an 1ntérpersona1 skills rating
method are: (1) reliability, {2) ease and’ convenience of rating, (3) useful-

ness of resulting ratings. The mear™ .- “i‘ -t two items are fairly ob-
vious,.but the third requites some : - . principle purpose of “an
- “interpersonal skills fating of ‘em with feedback on their
\ performance which will Tedd toc - .neirperformance. Theref
>the results of the rating procedu: « .>1ly ynderstond by the CCs, -

specific enough so that the 'CCs witl know what steps to take to improve théi:

- performance. Also, the feedback must be valid,  such that a CC's performance
will in-fact improve as a result of taking the ‘steps suggested by the feedback.
A second purpose of the ratings is to‘provide infoérmation to management for |
‘use in decision making and organizaf?bna];deve]meent. Thus, the outputs of
the rating procedure must be suitable for this purpose also. R

"o P R -+ ' N ‘ A . - o
It was decided th&t a two=Step process would be used to design andgteét
t_he in terpersena ] "s&'ﬂ 1 Sk r‘at—mg ‘metho df--—-‘;in-ltbe":f;ipitis_tefh, ::thﬁﬁe;dﬂ:f:_fwﬂ{:'—’ LTT I
rating methods were devised.  These methods were then tested, using a small
group of raters. The three factors mentioned aboye,yere-a11;uséa in evaluating .
these methods. 1n. the second step, a hew rating method was devised, incorpor-
ating the best features of the preliminary methodd. A small group of raters

- also provided information for evaluating this met Kd; ’ . U

RATING VARIABLES v o T

i - . N .

{

_The variables to be rated were selected from ﬁhoselisolated during earlier -
phases of.the research: Also. considered were performance variables empTdyqdfin .

’

a variety of other ‘interpersonal training and evaluétion systems (e.g., .~

Klauss,20 Fleishman,z.| and BoWerszz), The particular variables emploved here
were selected because of their commonality to many of these ‘systems ard because
- they appeared in pilot tests to be more amenable thah others to the present
rating context. There were three levels of variahleg chosen: glehal, skill,

and behavior. | y

1
i

GLOBAL LEVEL. At this level, the raters were to judge the overall effective-
ness of the CC (how well the CC was meeting the goals'of tHe interaction).

SKILL LEVEL. At this Tevel, the raters were to judge the CC's perfafmance in
two skill areas:” , ot .

70. KTauss, Rudi. Measuring the' Impact on Suberdinates: of Managers' Inter-
personal Communication Styles and Credihility. The MaxwéJ] School of Citizen-
ship’and Public Affairs, Syracuse University, TR-2, 1977."

21. Fleishman, E. A. Twenty Years of Consideration and Structure in E. A.
Fleishman and J. G. Hunt (Eds.) Current’ Develomments in the Study of Leader-
ship. Carbondale: Southern I1linois University Press, 1973, :
22. Bowers, D. G. and Seashore, S. E. Predicting Organizational Effectiveness
with a Four-Factor Theory of Leadership. Administrative Science-Quarterly,
Vol. II, No. 2, Sept. 1966, pp ?238-263. ’

Q - : . l‘ .;
~ . 11 3 o , .
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. a. Cons1derate - To what extent does the CC treat the Cru1t 11ke a
v human being? A . A
. ' W)
% C1ear -"How clear is the CC's conmun1cat1on with - the recru1t7

LS

BEHAVIOR LEVEL. At this level, the raters were to Judge"the cC' s‘perfonnance
, ,of certain behaviors. (both- pos1t1ve and negaf1ve) The sixteen behaviors "

se1ected fall under pos1t1ve and negat1ve representations of the two sk111

areas: + .~ . _ . ,
- . ) , /

. ‘D"f
a. Cons1derate - Pos1t1ve ‘

.(1)-'The cc asked the recru1t how he/she felt about the situation.
X (2) The CC expressed conf1dence in the recru1t S ab114t1es
" (3) -The CC was patient with the recruit.
__;4_,_:_,, . (4) Iheecreusethhe recrmt's name.
_b. Considerate - Negative _ i
(1) The CC showed disinterestin the récruit's'fee1ing;.
(2) The CCbelittted the recruit's abilities.: -
“(3) The CC'was ﬂmﬁatjentthth the recruit.

(4) The CC used abusive names.:

c. Clear - Positive

s
(1) The CC gave specific details. o
(2)‘ The CC encouraged recru1ts to ask quest1ons.
A'~(3) The CC asked quest1ons of the recruits to.see if they understood
. (4) The CC_gave reasons to show the relevance,of what he/she was
saying. B ' .
.d., Clear - Negative .-
(1) The CC was vague.
(2) The CC d1scouraged questions.
(3) The CC failed to question ‘the - recru1ts for thekc‘understand1ng
" (4) The CC failed to give reasons although the situation called’ for
it. '
- 2 L
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] EXPERIMENTAL APPARATUS - - ‘// ] « ' T

Th1s exber1ment used, a Nova Q/12 minicqQmputer, a Sony on§sette vudgptape
p] er, a Sony T,V. mon1tor, a Tektronix "display terminal, and a Data Gereral ¢
‘printer. The vidEotape recorder was connected tp the computer through a
.- specially designedyinterface which allowed the computér to control all of the
" functions of -the player. The subJects received instructions and feedbagk on ..
! the terminal, and made responses on the term1na1 keyboard * The pr1nter was
Y used f0r data output, . _ [

Contro1 of.the v1deotape rl : was accpmp11shed through t1m1ng. “For =,
example, it was necessary * ‘ e precise. spot'on the tape which was
.being shown when a subjec pon that the tape could be' stopped

v ‘kept( track of the elapsed t . the segment when each resportse was made.

- On subsequent showings, when this elapsed time was reached, the computer would -
“automatically activate the "pause" mode on the player, causing the tape to
stop. .When the subject comp}eted his- inputs at this spot, a terminal keypress
would cause the- computer to act1vate the "play" mode, and- t,hg_ tape would

- Ty .

continue., . . . - 5
¢ : ' : " P n A
)\/f . . \' ) ( o : - " ]
.1 - , T ot o . -
P /
e ’ .
. . 8 -
,‘ : . ’Q -
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.;-automatically. at the same 2 next s ing.” To ‘do this, the computer ..



:._“Q\ . 0 . L ! P

. MAVTRAEQUIPCEN TH-308

."L .

R _Qf 'SECTION 1 IR o

\ L% PRELIMINARY XTUDY T T - o
. }hé purpose.of the preliminary study was to déter@jne;whicﬁ of the candi-
date rating methads developed, for, this ‘study, or which features of these
methods, were {to'be retained for further study.. - . .~ -~

RATING CONDITIONS” N i L S

. A number of different methods for rating interpersonal skills with com- - .
puter assistance were conceiad. THese were narrowed drwn to three candidate
methods which utiliz v . ‘~s -which seemer © oromising and
vhjch could-be in 1.5 ad . ¢ .resources - t  Some prom-
ising features weic noL inciuded at this-time .uc . metations ir "ne experi-
mentd1 equipment. For example, random gccess to tape segments woula require
signals from the tape player to. the computer, and at present the signal flow
is only “from the computer to the-tape player. [The reverse is," however, tech-
.nically feasible. Each of the three methods yielded scores on the two skills,

©* . but different procedures were used to arrive at these scores. Each method also
yielded -scores on various other rating varia ?es. L :

METHOD A. While viewing a yjdeotape of an ‘nte;ghtion,between a recruit and-a’
CC, the rater made a continuous rating of the overalleffectiveness of the CC. .
This was done by pressing keys 1-5 on the omputer terminal (1 = totally in-. .

“effective, 5 = very effective) whenever the rater noticed a change in the over-

‘all effectiveness of the CC's performance. The computer calculated a time-~
weighted mean for these ratings in the overall effectiveness <ategory, which .
comprised the "computer overall" score. - Following this, the rater viewed the
‘same tape segment ‘again. This time, the tape stopped at each point where ‘the.
rater «hanged his/her rating during\the first viewing, and the rater was asked
“to report whether 'he/she had observed- the CC being clear or considerate during

' the prior segment. The rater also had an opportunity to type in a comment .at
this time. Following this viewing, the computer displayed the total number of"
times each skill had been observed and the rater madé a summary evaluation for-
each skill, as well as a suymmary evaluation of overall effectiveness (providing -
the "judge c1edz", "jydge considerate", and. "judge overall" scores ). .

METHOD B. While viewing a video%Qped,interaction between 'a CC and a recruit,

,‘the rater made a continuous rating of the -CC's performance -on one of the two .

* A skills (by pressing keys 1-5). The computer provided time-weighted means for
< ¥™ these scores, resylting in the "computer clear" and "computer considerate"

- scores. ‘Following this, the rater viewed the same segment.again. This time,
the tape stopped at each point where the rater changed his/her rating during
the first viewing, and the rater was ‘asked to select the behaviors which he/she

- had seen during’the previous segment (from the eight behaviors under the skill .

, in question). At the end of this viewing,.'the total number of observations of
each behavior was displayed, and the ratér made a summary.rating for the skill.
Following this, the entire procedure was repeated for the other skill. Final-
1y, the rater made an overall effectiveness rating. i '

&l

. R /‘( ) .
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'METHOD C Nh1]e Viewing a v1deotaped 1nteract10n between -a CC and a recruit,

* the rater pressed a key on the termin-! each time he/she observed one of the
16 behaviors, Following th1s, the rater viewed the .same segment again.. Thi§
time, the tape stopped at each po1nt where the rater had marked a behav1or
The rater then se]ected the behavior which he/she had séen. Following this
viewing, .the computer displayed the total number of observations of each be-
havior, and the ratér entered a summary score for each sk111 F1na11 the
rater- entered an. overa]] effectﬂveness rat1ng

‘

The actua] 1nstruct1ons to the raters are in Append1x A .
] )\. ‘_“. '

S -

“VIDEOTAPES ;""f T ﬂﬁsssmewl,ﬂ"s )

' 3 | . . ) , _ _ - A
.~\\~Ih;E§;%)dEOtape segmen‘" were se]ected for the pre]1M1nary study. Each
involve C interactin: single vecruit ni 7 the segments was a

real-life interaction. 7 - 'he: .40 were role-p ,cu »iti...ions, with twe

CCs playing the parts of C and recruit. " The ro1e p]ay1ngoscenar105 are in
Appendix B. The first two scenarios are the ohes- actuyally used in ‘the study.

o -Sevéeral-role-p RYs: wene;yideeiaﬁed:_and_the_two most _appropriate were. selected.

Also~included ik Appendix B is an example of a* behavioral checklist, which’
accompanies . the -second role-play. Such checklists were used in CC schooﬂ
classes to evaluate role-players and stimulate class discussien. . The check-
"1ists were provided only for maximizing the. benefits of the yole-plays-in CC
school- classes, and were not otherwise inyolved in the present .study. Various
* personnel at, the Recruit Training Command, Orlando viewed all.of the taped
segments and ver1f1ed that the. content and performances were -realistic.

s - N

PROCEDURE - -,

The subjects were six students (two female, four ma]e)‘?rom Florida Tech-
o no]og1ca1 Univerdity. - A11 of these studéntswwere psychology majors with some’
experience with behavioral rating techyiques. Each subject used each of the
three rating methods. <A given tape was always rated by the same method by all’
_subjects because representing all method X tape segment conditions would have
resulted in only two subjects per condition, which would be insufficient to
compare the response characteristics (where the ‘tape is stopped, what ratings
are given at these points, etc. ) of different subJects under. similar cond1t1ons

Fo]1OW1ng each method' the subjects were given a quest1onna1re on the1r
opigions of that method. The questionnaire is reproduced in Append1x C. Each
subject was also interviewed if depth by the exper1menters°

. 0utputs from the computer provided a recond of all subject responses \In
addition, the computer provided mean ratings for methods A and B, and graphical
d18p1ays of subject responses for a]] methods. Sample outputs are contained’
in Appendix D X '

o

‘RESULTS L , o . R

N
«

The results of the pre11m1narj study are organ1zed.accord1ng to the three
factors mentioned earlier; reéliability, ease of use, and usefd}ness of rat1ngs
¢ .

\ 1
\ .

//‘ o h -
.
" *
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JRELIABILITY. The standard deviation of each srore was used as an, 1nd1cat1on of
re11ab1]1ty. The sma11ér the standard deviation, the greater the agreement ,
across judges, and, the fore the greater the reliability. ' The standard - (/
deviations are presente in Tab]e 1. Method € showed  the highest variability-

on the three measurés.which were common to all methods- (judge considerate,’

Ju ? c1ear, Judgewoverall) ) The variabilities af method$ A and B were qU1te

sim ar. -1 .. .

EASE OF USE. Data on ease of Use came from the opinion quest1onna1re, 1tems_ e
1-3. On-all three <items (work 10ad, understanding, interest) there were no
significant or important.differences across methods. The overa¥l means were:

_work 1oad --2,0. ("about right"); understanding - 1.4 (between "not at .all con-
fused" and "slightly confused"); interést - 2.8 "("slightly interesting"). - On..
the [item "which. methqd do.you prefer," two subjects chose A, two chose B, and

{ two ‘chose C. Both subjects '‘who chose A stated that the opt1on to type in

_.comments was a major factor in their cho1ce. L

USEFULNESS OF RATINGX.' A1l three methods prov1ded rat1ngs by the judge of the
—=wo sk Trs—and-everaH-effectiveness.—Methods - B4ynL£;a1so-prov4ded_knn§po£;::::;:
the behaviors observed. A11 of this should be useful feedback to CCs. - Method . .

B provided a computer-processed, time-weighted average score for each of the -
‘two skills, while/method A provided such a score for overall effectiveness. '
" These computer pr0cessed score%ywould serve as useful checks on the judges'

opinions. ,
. 7 TABLE 1. SCORE STANDARD DEVIATIONS -~
- - ) ' METHOD METHOD - METHOD
VARIABLE vy s - . ) B B A i . . . :‘B . N C .
Judge considerate .55 S B
Judge clear. . ..+ .21 L R
Judge dverall LR | .23 - .93
Computer considerate . S Co .57 " : T
N , . : . : s -
, /gComputer clear L - | .51 ) -
,  Computer'overall =~ . .21 - \ - .
. T ]
- L )
(\ .
e
s
1.
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" SETMNIV'I’ o R ot
S * FOLLOW-QN STUDY L e
NEN RATING CONDITION B . <_ .
* =a'.} Based on the resu]ts from the pre11m1nary study, a new rat1ng'nethod was

. ‘'designed. It was mogt similar to method B, in that skills-were rated first,
followed by selection of behaviors.. The method of selection of behav1ors f}rst
(method C) was rejected because ¢f its low reliability. Method A was not .
favored because it did not y1e%§ithe ‘behavior.Tistings, which were considered

" to be -usefyl. However, the comment opt1on of method A was retained.

N - Inthe . - wa, tn2 juige farst v1ewed the segment w1thout making
_responses. The tape was then reshown, and the judge pressed . @ key on. the
“terminal every time he/she saw-an instance of a considerate-behavior, This ..
keyqress stopped the tape. The judge gave a rating<(1-5) to indicate the level™,
.. of considerate behavior at this point on the.tape. Fo110w1ng ‘this, the judge
v~~~se?eeted‘the:tons1deratE“behaV1ors observed —At-this—time; the- judge~w&5-a?a&_“_—~
given the opportunity to type in any additional comments.‘ The tape then re- . -
started, and the same process continued. S ' o

o At the end of the segment, the judge entered an overall. rat1ng for con- :

- siderate (1-5). Then the. tape was reshown, and-the same procedure was followed
for the skill clear. Finally, the judge entered an overall, g]oba] rat1ng
Samp]e outputs for this new method are included in Appendix D.

PROCEDURE

. The subjects were three students (one female, two male) from Florida Tech-

' nological tniversity. A1l of these stadents wdre psyvchology. mjors, and

' familiar with behavioral rating techniques. A. fourth subject participated,’
but experienced considerable difficulty with the exper1ment, so .the data was’
not used (the subject was foreign-born and had some trouble with English). The
tapes used were the same ‘as in the preliminary study.. Each subject rated ail
three tape segments using the. new method, WAfter rating the tapes, each subject
filled out the first part of the opinion questionnaire ("questions for each

methog" o

_f.j":,-:)

RESULTS

ARELIABILITY To assess the reliability’ of th1s method, the 1ntrac1ass correla-

t1on coefficient (as described by Gu11ford ) was used. This is a measure.of

‘the degree to whichdifferent raters agree on the rating of a given variable, . -
across a number of ratees. Table 2 presents the intraclass correlation co-
'eff1c1ents for all var1ab1es, a]ong w1th the rat1ngs. o A"

: The re11ab111t1es of the two considerate scores were Tow, With the com- S
puter-averaged score showing a higHer re11éb111ty than the judges score (1n- RN

------
t

73 Gui1fdrd] T.P. Psychometric:Methgds. Mcerawai11,']9s4, 395-397L
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o THBLE 2, RATINGS ARD INTRACLASS CORRELATION CEFFICTENTS |
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. .type of application). e : of -the ~es we- ' '~*te,;]
. and equ-! ar~0ss the. tw e . © ‘abilit, - weral  score 7]
betwee- *r « gof the « "0 "¢ : .:e-score;t
There are thrgg<factors which might have contr1buted to the un1mpress1ve P

"reliabilities. First, the raters were given ‘Tittle trathing and pract1ce 1n.
‘the use of the method. It is reasonable to assume that more training in the \
use of the method and the. mean1ng of the variables woutld improve the re11ab11—
ity of the rat1ngs. This is especially true of cons1derate which has a 1ess
~obviou mean1ng than clear.. ~ S f.

, A second factor contr1but1ng to low retiability s’ the lack of var1ab111t
in the performance of the CCs who were taped. A1l of the CCs were attemptTng
to do their best, and they naturally avoided any obviously unclear or incon- .
siderate behaviors. No attempt was made to role play a "bad" CC.. The ifcTu- - .
sion of a c1ear1y bad performance would have increased the variance . of both i

_variables, and-almost certa1n1y would have 1mproved re11ab111ty. o

. F1na11y, 1ntr1ns1c character1st1cs of the rat1n§~var1abTe”(such as the
ease of applying 1t) would affect its reliability. The ‘emphasis in the current -
'study was on how to facilitate the prpcess of Judg1ng and providing feedback on
1nterpersona1 per formance, regardless of the " part1cu1ar aspect of performance
that is be'ing judged or fed back. Thus, relatively minor consideration.was
given to the basic reliabjlity of the rating variables in this context.- -The

- .present techniques can, at best, allow the maxjmum reliabilities inherent to a-

 Fating variable to be manifested in the ratings. If these inherent reliabil-
ities are low, the manifest reliabilities will also be low, no matter how the
ratings are accomp11shed For example, the computer time-weighted method con-

- tributed considerably to,the reliability of the ¥onsiderate variable (the co-
efficient increased from .26 to .45). Thus, the computer method is considéred .
to be of benefit to ratings of considerateness in spite of the relatively low

y reliability of those ratings. Studies are needed to determine rating var1ab1e

s.character1st1cs that are conducive to good re11ab111ty. .

5

-

 EASE OF USE. These results come from the opinion quest10nna1re. On the (work
load" item, all subjects reported that the work Toad was."about right." On the
"interest" iggm two subjects se]ected 'somewhat-interesting" -and one selected
“"wery interesting."” On the "understanding” item, all subjects reported that
" they were "not at all confused." Therefore, it wa's cohc]uded that this method
o was quite acceptable as regards ease of use. o . ‘
USEFULNESS OF RATINGS. This method included all -important features of the
_ three preliminary methods. It yielded a judge's average for each variable, a -
. ‘computér average for:each variab]e, an overall judge's average, a list of be-
" haviors observed, and judge's comments., Al1T1 three subjects freely used the
comment option. A11 ratipgs and comments were keyed to the points in the tape’
. where the relevant behavior occurred as well as-an overall. .Summary at the end
- of the tape recording. The availability of hard- copy pr1atouts of all feedback
information wou]d enab]e the student to cnmpare his perfo mance acros% per-
formance sessions.” . ] . /
‘ - ’ v

»

It is therefore concluded that this method wou]d be very usefu] both for
"~ feedback to CCs and manager1a1 purposeso . . L . N .

Q o ; ) -,’ o ) ” ]9 ' . ) ’ N ) o
ERIC. 7~ . o - T
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o : = - 7. SECTION Vv

Ao » . . . .'/.5'—4 ) . . ¥ L .A. ) . ) ]
L ' S - DISCYSSION S e

Previous"qﬁantitative research on the use of videotape @ a feedback and
~ evaluation tool in the interpersonal skills area has not generally yielded en-
| ~ couraging results. A possible cause of this lack of pasitive results is the
" failure to develop sophisticated and/or gtandardized.methods for applying

" videdtape in.thi% area. ’ The ;gj?ent-research attempted te take a step in that
*direction by developing a_tec nique for rating dnterpersonal hehavior as seen
ori videotape, -with the aid of a computer. . ' SR " g

_ The technique des?gned in this study provides detailed information on
interpergonal performance which should be highly useful in a variety of ways. =

_ .The ‘most obvious use is that of providing performance feedback to. the subjects

~ of the tape. This- technique appears to be simple to use, and should not re-
quire extensive rater training. - One questionable area is that of réliability,

“ and jt is 1ikely that further development woyld improve the réliability oﬁ)fhis'
technique substantially. Further, the imp[oved reliability of the considerate
variable as a result of the computer technology provides engouraging evidence
~that additional R&D on these issues can contribute importan21y to the area.

“The contribution of the computer to this technique was a major-.area of -
" concern. If desirable judging and feedback objectives (as represented in this
- studyw could be achieved equally well (or better) without computer assistance,
the expense of the computer would not be justified. However, after considering -
the~probable reduction in effectiveness and increment in costs that would be
~ associated with non-computer administration of the technique, it was decided
.--that computer assistance is cost-effective. ‘ -
~ Thé cost of the computer equipment used in this study was approximately
$30,000. "However, this equipment performed many functions in.addition to those
related to this study. It.is.estimated-that-a minimum system capable of ad-
" ministering the technique described here would cost less . than $2,000, - :

Using a non-computer technique, the rater would proceed in much the same
manner as with the computer, except that he/she would stop and start. the.tape
play nually, and record responses. on paper instead of typing~them on a. key-
board/ - The major additional task would be to record the exact point-on:‘the b
tape where the responses wewe made. This would require the rater to- consult a
timer or counter at each point where a response was made, and record the '

_reading. At the end of the rating process, the time-weighted averages would

have to be manually calculated, . }

. This procedure is more difficult to accomplish than it may first appear.
The -major source of difficulty is that the judge is burdened with a host of
“"housekdeping" tasks (i.e., stopping the tape at the appropriate points,

'+ recording times, ca]cu]ating'scoresg at the same general time 7as when the taped
* performance is to be rated. The process of rating interpersonal performance
requires intense concentration such that even minor additional duties can be

seriously disruptive. - .

~ o«




.
Do

. {&\‘\ N P f!; ., | ."“ L A~
| | ' NAVTRAEQUIPCEN was -

Due to the ear1y stage of deve]opmemt of-the’ computer prog ms and the
‘lack of definition of other means for perform1ng the tasks, no a tempt ‘was
made to rigorously compare the various computer capab111t1es with other, non- -
computer methods., Anecdota1 evidence on this point, however, Was obta1ned ’

. - during dé@e1opnenta1 test1ng of the programs, In these tests, .the present.

authors performed various- rating and feedback tasks manually in order to eval-’
- uate the approprtateness of candidate p¥ograms for computer Jimplementation,
If' becamé¥quite apparent from these” efforts that.some tasks cou]d not be-per-.
formed at all manually with only one operator, and some of these tasks could

not be performed satisfactorily even with two operators, - “These :tasks typically

-iequ1red so much time.and concentration to perform that the.operator continual-"
y 1ost his main tra1n of thought and had to repeat prevaous operat1ons to )
regain it. . _ v

The operations which were most dysrupt1Ve to the tota1 task were the com-
putation of, rating scores and the _control of videotape preseptation, Also,
these operations¥were never performed as accurately.manually_as-they-were_by. ..
computer control- and their accomplishment was associated with frustration and
-tedium, These problems were largely resqjved through use of computer support.
‘Thus, the cpmputer programs 1ncreasdd the” 1ikelihood that the operators not
only would be ab1e.to properdy perform the tasks, but:also that they would be
* willing and mot1vated to perform them proper1y. . .

The greatest advantages of computer ass1stance in the current app11cat1on,1
however, become- apparent when one considers the process of giving feedback to -
. a person on his/her rated performance, - A]though the feedback mode was not
implemented during ‘this study, the prov1s1on of feedback is the.principal
justification ‘for developing the rating procedure.. With computer assistance,
the ratee would watch his/her performance on tape; and the computer would auto-
matically stop at edch point where.the rater had made.a response. The ratee
would then be presented with a rat1ng on the skill in question, a list of be-
+ haviors noted by the Judge as re1at1ng to that skill, and any other raﬁér -
comments. f

W1thout c3mputer control, the ratee s attention to the tape and the feed-
back would be seriously d1srupted by the need to attend to the manual operation
df the tape player and timer, and codrdination of the delivery of the feedback.
If another person were to operate the tape player, twice the man-hours would be
required for the feedback process, and the added expense would soon outweigh -
the -cost of computer control in any operational situation. There is also a
privacy factor to consider, s1nce the ratee might be more "i11 at ease “with
another person present,

- 4
_ Thus, the system performed most all of the 1mportant feedback fUnct1ons
which would be performed by a skillful human instructor, .and at a lower. cost,
In-addition, the computer system would perform these functions more accurately,
reliably, object1ve1y, frequently, patiently, comprehensively, and with greater
potential for modification and improyement than ¢ould be reasoriably expected
~ from a human instructor. Thus, because human. instructors cannot, will not and/
or do not properly perform these feedback functions, the present system would
provide feedback 'that is far superior .to-that typ1ca11y provlded in 1nter-
perigﬁa1 skills tra1n1ng programs.

L]
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_oi - The cUnrpntaEOmputer~capabi1ities,_aﬁd@additiona1 capabitities sugdested
by this study, could provide the means for ‘mplementing a yariety of other. ./
" techniques. for-aiding the judging, protess that would go welt beyond the com=" " /N ." -
“plexity of this preliminary demoristration. THe computer capabilities demon- . = -
strated or suggested in. this 'study provide flexibility t6 ‘explore potentially
useful judging and feedback techniques which would be impossible to accomplish ~
by other means. . - - o T S

3

. ‘Additipnal functions, not implemented in thé current study, but which the
computer could readily perform, involve the automatic storage -and :processing o’ .
~ data on the performance of ratees. For exdmple, a ratee could be given feed-"
. back on how his performance compares with all other persons rated with the ‘
system, Alternately, the ratings of several raters.could be combined to pro-
“'vide-feedback from different sources, Or, the percent of time. that. a ratee’
- exhibited:a given characteristic could bé computed. Another function which
was briefly mentioned is random access to tape positions. The tape player
could be made ‘to send position information to the computer, which would allow
the compiiter to locate any point on the tape automatically (using rewind and"
fast” forward modes, pSvW&]] as play mode). As an example of the use of this
function, a ratee could choose to review only those portions of a tape where
he/she was rated as being inconsiderate. The computer could control the player’
such that only.these segments were showm, fast forwarding between them so that
intervening material could be “skipped. : } T _

%

','Ih éohc1usion, it seéms;apparent that further research on the v{déotégé
rating technique developed in this study is warranted, and that-the use of a ~
computer. to assist in this tethnidue is effeftive and efficient.
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| - "~ APPENDIX A
oy .. INSTRUCTIONS T0 RATERS |
_INTRODUCTION ~ e - . : .

A In this study, you will be rating the performance of persons in inter-
personal situations (as seen<on videqtape). The persons you will be rating
are Navy Company Commanders. - It is their job to lead companies of 80 new re-
cruits through gight weeks of basic training. The sections of tape which you
will ‘see involve inteéractions.between Company Commanders (CCs) and their. re-
cruits. Some of these interactions are role-played and some are taken from
real-1ife situations. E ' e

25
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VARIABLES | | |

]

< The variables on which Jyou w1TI be rating the CCs ) “_;-' .
faIT into three IeVeIs o ; ' -

EI. "OVERALL EFFECTIVENESS LEVEL - How effect1ve is the CC in 1nteract1ng hnth- :
| thé recruit? . o [

2. SKILL LEVEL - How weII does the CC perform certain skilﬂs;/'The skiIIs you
will be rating are: (j_ .
X

© CONSIDERATE = . .To what extent does the CC tr‘eat the - recr‘uit Tike a human
: being? 4
¢ . . . o .

CLEAR - How‘cIean is the CC's communication withlthe recruft?" .

4

3. BEHAVIOR LEVEL - How well is the cC perform1ng certain behdyiors? The
behaviors which you will~be Tooking for fall under the u~o 1TIs above :

CONSIDERATE = POSITIVE

. The cC asked the recru1t how - he/she feIt about the situation.
. The CC expressed confidence“in the recruit's ab111ties. ,

. -The CC was patient with the recruit,

. The cC used the recru1t S name,

2WN —~

CONSIDERATE - NEGATIVE . ) C . ‘,;;,)

The CC :showed d1s1nterest in the recruit's feelings.
The CC beTittled the recruits abilities,

. The-CC was. impatient with the recru1t.

. ‘The CC used abusive names. g

CLEAR-POSITIVE, ok

-hwt\:—'a

1. The CC.gave. spec1fic deta1Ts. ' : L
2, -The CC encouraged recruits to ask quest1ons. L
.3, The CC asked questions of recruits to see if:they understood.
4. The cc: gave reasons to show the reTevance of what he/she was: say1ng. .

CLEAR - NEGATIVE

¥

. The CC was vague.,a; ' L
. The CC discouraged’ questions. S L
. The CC failed to quest1on the . recru1ts for their understand1ng. .
.. The €C fa1Ted to give reasons aTthough the situation called for it. (.
Please ‘t;» tﬁese var1ab1es so that you_unll be fam111ar wi th them as you -
;,rate:the pes. Keep th1s sheet handy to refé? to. - R ,

[
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| ~ RATING METHOD: A . S

. / ‘ A
1. ‘You will see one of the segments wh1ch you viewad previously,’ in wh1ch ond
CC. 1nteracts with.two different recruits, - As you watch, you will make a

" continual rdating of the OVERALL EFFECTIVENESS of the CC's performance.

You will do this by pressing keys 1-5o0n the‘termina]' \\\: )

" Key 1 - the CC is totally 1neffect1ve 4', ==
Key 2 = the ,£C is somewhaf .ineffective : L
Key“3 - the CC is neither effective nor 1neffect1ve L
Key.4 - the CC is somewhat effective : =~ .. e ¥
Key- 5 ;sthe CC is very effective : ,fv Lo o
;}orvexample, if you feel that the .CC is “somewhat effective" at a given
point in the tape, you will press 4. The cdmputer will.continue to record
-a rating of 4 until you press another key. You should change your -key
select1on every time your opinion changes. The tape will start with key 3
in effect. Make your first response when' you haveoenough 1nformat1on to
- decide how g&ctwe]y the CC is perform'mg. Do not. press any keys while
the recruit speaking. . .. .

.

! .

v 2. You will watch the segment again. This 'time the tape will -stop’ at each -
’ {point where you changed’ your rating in the previous viewing. When it _
. stops, you will be asked if your ‘change in .rating.was caused by the CC's
~performance in the CLEAR or CONSIDERATE area, You will also have .an.
opportun1ty to type in a comment on the CC' s performance. - " A

3., After the second shounng, the computer un]] d1sp1ay the number of times
you saw each skill, You Will then give the CC-a sumhahy rat1ng on each
: sk111, as well as an overa]] rat1ng. o .

o
-&T
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- " RATING METHOD 8 -
1. You will see.one of the segments which you viewed prev1ous]y. ‘As you

. watch, you will make’ a‘@gnt1nua1 rating of .the CC's performance on one of
the tyg_sk111s._ You do this by press1ng keys 1 - 5 on the term1na1

Key 1 - the CC is erform1ng very poor]y on the- sk111 iy
L Key 2 - the CC is Eerform1ng poorly on the skill . ' LN
S - Key 3 - the CC is performing :at an average Tevel on the skill. -/
'  Key 4 - the GC is performing well on the skill . .

Key § ~.the CC is performing very well on the skill : '/

For examp]e, if you see that the CC s performing well on the skill at a/’
certain point on the tape, you will press 4, The computer will continug

_to record a rating of 4 until you press another key, You should change;
your key selection every time your opinion changes.  The tape will start -
with key 3 in effect.' Make your first response when you have enough in-
formation to decide how effectively the CC is perform1ng. Do not press
any keys while the recruit is speak1ng. _ ./

2. -You will watch the segment again, Th1s time, the tape will stop at each’
. point where you changed your rating in the previous viewing. When it
lstops, you will select the behaviors which caused you to change your rating. -

3., At the end of the second viewing, the total number of’obServat1ons of each .
“behavior will be displayed. You will then g1ve the CC an overa)] rat1ng 3
" on the sk111 ‘ o

' "G ‘ . e U
4,. . Steps 1 -gj/,ﬁ]] be repeated for the second skill. L AR .

5. You will gfve the CC an overall effect1veness rat1ng. A
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You hﬁ]] g1ve the cC. .an overa]] effect1veness rat1ng.n

. " NAVTRAEQUIPCEN IH-308
| . RATING METHOD C X

T

- You will se€ one of the segments. which you V1ewed prev1ous1v As. you ‘
" watch, 'you will press the space bar every time you notice one of the be-

haviors Being performed. Keep the~1ist of behaviors-handy so that you can
. refer to it. The tape will not stgp dur1ng th1s run-through + ; T

You w111 watch the segment aga1n. Th1s t1me the tape will stop at each
point where you pressed the space bar. When. 1t stops, you un]] se1ect 3
the behav1ors wh1ch ‘you observed

' <

- At the end of the second v1ew1ng, the total number of observat1ons of each-

behavior will be d1sp1ayed You W111 then gzye the CC an overall rat1ng

‘f0r each skg]]
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e | APPENDIX B
o ROLE-PLAY SCENARIOS

P S

ROLE-PLAYING EXERCISE .~
COMPANY COMMANDER '

-’ RS . ' -
c ot

. It is the 4-2 day of training. Recru1t N11son has been hav1ng SETIOUS _

- problems throughout training, mainly with MED inspections. It has been decided -
that Wilson will go to T.U. 4013 (fold and stow). - Wilson will~go to the .
Division office at»0800 tomorrow; then.will return to the barracks, pack his .

* (her) .gear, and go to T.U. 4013, Generally, recruits stay-in T.U. 4013 for
two to: ten days, then go to a T.,U., which is at the day of tra1n1ng where they

5 1eft their orig1na1 T.U!; «-, _ _

Recruit Wilson has never been a d1sc1p11nary prob]em. Ni]son has'aTways
tried hard, but seems a little "slow" and has been overwhelmed by all of the
things that need to be learned at .RTC. It is likely that,-with ‘the extra
training in T.U..4013, Wilson w111 be able to make it through RTC

*

N A ’
"Now you need to tell Wilson what has been decided. Th1nk about what you
wang to says; and wben you are ready, begin. - e o
. . 4 [} '.‘ ] . [
e, ROLE-PLAYING EXERCiSE S
P A , d . :
\ N o~ RECRUIT oo

You have just been called to the CC's office. You éxpect that th{37bas |
.something to do%ith your poor performance on inspections.. You are ver -
wopried that you may be kicked out-of the Navy, because you would. really T1ke

‘to.&ay in and make a career of’ 1(: . _ - C
| T o
Figure B.]. ,Ro]e-P]ay #1 R . v
] o ) | <
P . : ’ T , ' 7ok
P '
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B . : 30 Yw [
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" ROLE-PLAYING EXERCISE
< . );/ .

- ,.

. " . : ,

You are an: RCPQ at RTC Orlando. . CPO A11en (subst1tute4name of person -
p!ay1ng cC ro1e) &as been the cC 1n your company since its fonnat1on four
weeks ago. "my ) .

RCPO

Everyth1ng segmed to be. go+ng along. pré ty well for the first coup]e weeks
of training. « For-the past two weeks, howevér, the company has been fa111ng
apart and the CC. wory 't.do anyth1ng to stop it.

The compaqy scbresbon the last inspection (i<e., 8 d1screpanc1es in ’

.personnel, 13 in locker) were way down from the prev1ous inspections (4 in

personnel, 7 in locker); there has been an increase in-street marks in the

. last week, and the DPQzhad to estab11$h order in the barracks twice 1n the

’ throws the blame on you, and shows no" interest ih changing his ways.. { -
.quiteé upsett1ng to be yelled at for probléms “that are the CC's fault,- espec1a1-

last two. weeks, - 2o . ' e .
- $y fee] that these prob]ems are due mainly to the attitudefand-pekfo}m-“
ance of*the CC. Recent]y, the CC is expect1ng you togdo a 1bt of things that
seem to be his ‘job, " You don't thAink it's fair of h1m to expect you to run. thé

~ company pract1ca11y on your own. Many problems ‘are arising that you don't have
‘the time or ability to handle. You're not suré what is expected of you and the

- other RPOs fee] the same way.

.

Many of the FEcru1ts also are comp1a1n1ng aboné the management of the
company, Most recruits agree that: (a ) the CC.skduld be around more to watch
over 'things; (b) he is.'not interested in the company amymore; (c) he is con-
cerned only about'winning flags with ‘the least possible effort from himy (d).

‘he has little confidencé in their ability to perform we]], and (e) much of

crecru1t trafn1ng is: a Waste of t1me

K

‘\

(

%’ When you have tr1ed to te11 the" CC about these pnob1ens, he become ~ANgry,

.H

1y when you, have-been killing yourse1f to" run the company and the CC will .take -

no respons1b141ty for the prob]ems.

You have dec1ded that maybn}nt s better not to ta1k to the CC about these t
h

‘problans. You tune him out when/he blames you for the problems,. Until he
shows that he w11L|neet the problems more reasonably, you decided to play down

. your discussions with him. Instead of talking with him about the problems,
._you are send1ng as many of "the problem cases as you-can to ‘the.CC. This Wy,

. he will be able to.see first: hand what you 're up aga1nst and it w111 force him .-
- to become more- igvolved with the companv aga\p. ,

However, you would Tike to be able to discuss these mifters wi th “the - CC.
Thus, if (and only 1ﬁé hé shows signs that you can trust him to be more reason-

- . able and conS1derate will you tell him what you th1nk.

N ¥ Figure B-2. Role-Play #2

. . . _
' . P ) .
¥ . v N ! N .
. (I [ L R . v ' .
; . . iy "
. ‘, N . ’ R . . “r
. N o .

| 31 &



«f . NA 3AsaufﬁcEN,m-308 L ey e ' .
£ - e ROLE-PLAY ING EXERCISE N ‘ ‘\- '
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" You area CG at'RTCi Orlando. BobﬂSanférd (substitute name of person -
playing RCPO) has been'the RCPO in "your company since its‘fonnatiqn-four weeks
'RCPO Sanford seemed to"be doing a satisfactory job for the first three. e
weeks of training. = However, there hag been sgmg evidence in the past week to /Y
~-suggest that the RCPO is not doing an- dequate ?ob. This evidence was obtained
“fFrom the performancé of the company an dhservations of and conversations with
. the RCPO"and other  members of the company. .- - o L —

1 .
1

., The company -scores on the last”inspection (i.e., 8 discrepancies -in
personriel, 13" in Tocker) were way down from the previdus inspections (4 in
-.personnel,. 7 in locker); there has been-an intrease in street marks in the
tast feek;-and the DPO had to establish order in the-barracks twice in the e
last two weeks. - e | ' S s

3
v

v You feel that -these problems are due mainly to thej;§?¥¢udes.and perfp
ance of the.RCPO. . The problems ‘began soon after .you decided 'to stop "baby-.
sitting” for the recruits and to allow them to take on more of the responsibi’
ity for running themselves. The RCPO seems to be reluctant to take on the .
‘added responsibility. He is sending many problems to that he and the other

‘recruits ought to be resolving for themselvesi You have\ been sending these.

problems right back to-the RCPO. In fact, you might have\ been sending back
more than usual to the RCPO just to give him the idea that he ig ng}}going to .
t ' T

get out of work by sending it to you. . . ‘ .
® | ) N R SIS -y O
The ‘thing that upsets you most.is that/ thé RCPO appears to be" ¢reating
poer attitudes fnuthe rest ef the.company with hiS'comp1aints;about you. . °°

e ou have noticed that something is disturbing.the RCPOJin his recent.
“interfctions with.you. _.Although. you are not sure exactly. at i is, you: feel .
" that™8ithér he-is ashamed of hisﬁgbor showing recently as An RCPO or he might .
~ have personal problems. He.is quieter with you than usual and he becomes emo- -

tionally upset wheén you try to dinstruct him on how to run the .company. When he
- s not upset, he appears to be bored and unconcerned about what you say. ~Some-

times he even claims you never told him some things when you know_.you have.

’ . e’ : ’ ~
. You dori't want to-return to "babysitting" for the-company. You have de-

" cided to make one more effort to straighten out the RCPO, before you replace
~him. You'don't want to replace him because he has good potential and also be-
Gause it might demoralize the company, but you will. if he doesn't come around
and show a‘better attitude in-your nmext discussion with him. You want to do

-~ all you.can in this meeting that will incredse your confidence that the RCPO
"will start taking some positive actions to improve the situation and at the
same time improve the working reTationship between you and him. If all your
efforts in this meetingdo nat leave you confidént,that,thqﬁdifficu1ties in the
‘company will improve, you have decided to relieve the RCPO '6n -the spot, and .
you will proceed to do so. ‘ ' S

. . Figure B-2. Role-Play #2 (Contd) =~ . -
Ic | h g | | T P ) o N
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Behav1ora1 Check11st . "

« ol

1

S - I .
“Concrete: + gave deta1ls of what RCPO s job cons1sts of - .
+ gave detai]s in feedback about how well RCPO 1s do1ng his. JOb

— + gave deta115 in 1nstruct1on about what the part1cu1ar problems
are and how the RCPO should hand1e :them:

(Problems are:. (a) RCPO sending. CC too many prob]ems, (b) Tow
inspection . scores, (c) RCPO ,tatking against CC; (d) TU has -

_ poor attitudes; (e) DPO needed to establish- order; .(F) RCPO
riot *his usual self (quieter, upset, unmotlvated) Yg commun1-
cation prob]em-(w1th RCPO) ) _ :

gave good reabons for a110w1ng the TU ta, run, 1tse1f and gave
good reasons for the benefits of recru1t tra1n1ng 1n genera]

+

Relevant:
+ told how runn1ng the'TU will benef1t the RCPO. SR

Human:f» + 'adm1tted that he m1ght not have g}ven enough helo w1th the .
T company .- . Lo

_t showed that he is 1nterested in the recru1ts we]tarew'

L]

. __A ¥ to]d how he fee]s about the current prob]ems w1th the companyq
- RTC, etc . S ' . ‘ » :
"’+1 admitted that does not know. enough about the prob]ems to offer
the best help R . coL- , .
) | SR B s
T f’ibut the RCPO atgeaSe with: some.humor, expre551“.s of pérsonal
L, iexperiences, etci R RV ,,{/ .
, K\\'__'+ 'showed hg 1s<1nterested in'RCPOfs weTfanef /" ,. v
+ used words "we", "us", etc. . '

'Considerate& + -expressed confidence - 1n RCPO S ab111ty to do the JOb

.+ asked RCPO how¥he and others feel about h1m RTC, prob]ans 1n.
"~ the company, etc. .

-

+ + did not ‘become undue]y angry ‘or ye11 at RCPO

+ told RCPO exactly what he p]anned to do-regard1ng re11ev1ng

- ’:. .. him and how he thinks the problems are due to the RCPO's
' performance - PR .

- N L '
. ~ Figure B-2. Role-Play #2 (Contd) -°
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Set~Expectations?‘ F toldiRCPO the kinds of prob1ems that he w111 HOSt 11ke1y 2
R encounter at th1s stage of. tra1n1ng o _ ,

Time1x 4+ to]d RCPO what. are ‘the most 1mportan th1ngs to do and what nay be

‘Tess 1mportant

. + repeate dfimportant 1nformat1on often, summar1zed 1t we11, or other-
.~ ‘wise made sure. RCPO would remember it :

' Aware: +', observed, quest1oned and probed the RCPO for h1s understand1ng of
- what was said . . ‘

\

- }i.  ' B ' F1gure B-2 -~ Role-Play #2 (Contd)
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L ' R Lo R BT
T .. RECRULT: - "o o 7 M A

F) oo

: ~ You are recruit Bradford in TU 150 which is in the 2 - 4 day of training.:
. - Recently, you have been having some*trouble relating to your' section leader; -
'RPO Sharkey. But this morning he jumped all over you for losing a point in

the last inspection. When you told him that he showed you the wrong way to -
fold his shirt that he lost the point on, he became extremelv offensive and -
. started shouting and swearing about how he is going to "take care of ydu" if -
~ .you try to blame him for your mistakes.’ Yot felt this was a physical -threat -
. Zthat you didn't have to take, so you went to RCPO Cook ,to tell him about it.
Cook right away started .to plan out what to say'tq,cc Altman about the inci-;
‘dent, which bothered you because you didn't want £o-make such a big thing ol

7

of it. But since RCPO Cook was so much in fqur*of it,.y8u fe]%.you hhd*to‘go

_ alofig with his plan. . L
S T Coae L S :
. So ‘you and RCPO ook got your story together (allow time for this) a
pent to see CC A1§man,\‘ ‘ S L

~ You are _just, starting to discuss thistatpér with CC Altman gs. the role “
©ooplay begins.--//a o — - Co : A
P ‘ . . ‘4 . i 9y ! . :." . L o o )
o A o ¢ o . . | |
— -~ . You are CC Altman in TU 150, Todéy, on the 2 QV& day af training, yéB 

.. weré approached by recruit Bradford and -RCPO- Cook from.your company. Bradford

* reported that his section leader, Sharkey, maktreated him. Up to now, RPO -
Sharkey seemed to be doipg fine. However, you are concerned about personal @
'conflidis that you have ioticedéamong,n;gnuits that y wfeeT'are‘hecreasing'.'~

" motivation in. the Training Unit and probab]y’wé¥e.re onsible for the poor, *.
.showing on the last inspection. - You told the RCPO to watch for these con€iitts
dnd to try to improve the team spirit of the company.. You think“fhat this in-
cident is an example of these conflicts, so you are eager to\iet'to~the bottom
Ofit. : . ) . : L ) - .f R

\ You are. just starting to dischss this'mattér with Bradfo}d and Cq§k asr
the role play begins. * . = w@;f ) : N o

o~ [4

~
L}

reod -
B = -_ . . 14
: ‘You are RPO Sharkey, section leader in TU'150. You woke up, to a particu--
_-1ar1y~bad day today -= 2 - 4 day of training. You.were just out of bed when
* " RCPO Cook was all over you about two recrdits in, your sectign who lost. points
in the last inspection. He said yqu better get it togethef or you won't be

o

section leader for very long.

Figure B-3, Role-Play #3
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<. RCPO Cook has bzen out.tpo get you-since the company formed and you know -
he is just 1ooking for a chapce to:get you replaced. " This is_especTETTi up~-
“setting because everyone.at home is very proud that you were chosen secfion
-1eader." Ip fact, you just received a Tetter from your father;, who is veky- -~ E
sick, 1n which e said how.happy it would make him to be ahle to see you grad- ..
‘uate as an RPO. .'You have}been-te]lﬁng other reyruits that you will get RCPO .
Cook replaced before he does it to you. Most of the other retruits agree with .
'you  that Cook should be-replaced, but say he has the CC under his thumb- and =~
that you don't, have a chance. You feel that Cook fs,not a_good RCPO because of '
the abusive. mariner in which he deals with people. , You really’ think the company ‘
would be-a 1ot better off without RCPO Cook.- Coks T E T
- RCPO Cook. bothered you so much that morning that when récruitsBradford

started to blame you for his mess-up. on .the inspection, you blew your top and’,
yelled at him a Tot. He said he wasn't-going to take this from you and went.
to see RCPO Cook about it. -8 R ST |

e

You know that Cook and Bradford went to.the CC's office ‘to talk, about the
.matter. You're afraid that the CC won't understand that you're doingt as well
as anyone else and that RCPO Cook is just using this incident’ to 'get you.
You're getting your story together as you wait to hear.what happens,’ because
-you know this could bé*a real problem for you. - L I

-

: . L ‘ o - R
" (RPO_should wait in another room.) e e
I i _ . SO
.~ . ' Figure B=3.  Role-Play #3 (Contd) - . @ ‘' _ - B
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~ APPENDIX

: QU STIONNAI

. The process of eva]uat1on in the 1nter
performer being judged and informed about h
‘The general -purpose of this study is to det

~to accomp]ish some of these evaluation and-
thoughtful a rs to-the fo11ow1ng quest1o
will be apprec1 ted.

L 4

_ Quest1ons for Ea
1. 1 fe]t that the work load in th1s,methc

a.-.much too heavy - o
b. “somewhat too heavy TS
c. ~slightly too heavy )
d. . about right -~ -
‘ wE. too 11ght

:7i2: :US1ng this method I was:
r 'a.‘ very confused about what I was. supf
: . be. somewhat confused about what I was
ot ,c..;s1ight1y confused about what I was
fd..~nof at ally confused abOut what T we

= 3. 1 found this method

' a,f very ]nterest1ng . , B

i . b, somewhat interesting =~
S0 T ¢, sTightly interest1ng . -
. d. boring - . .

R 3 Compared w1th other ways for descr1b1n<
T .formance that 1 can th1nk of, »th1s meti

‘ ~0a. .much more usefu1

* w7 By more useful. - ‘ o
' oL neither more nor 1ess usefu]

l’d._ less useful =~

.I

y e.“:much Tess useful _~ o
“_'; . Please describe any mod1f1cat1ons to. ti
s~ make 1t more useful: . - ey
» -'J
\ . fon - . .
- " . ‘ S 37
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F1na1 Quest1ons , 1/,\\'

!

‘The basic idea of us1ng a computer to help a person eva1uate v1deotaped
1nterpersona1 perfonnante is: : v
a. nonsense ,

b. - probably not worth pursu1ng R

c. possibly not worth pursuing .
d,' probably worth pursuing

e. gefinite1y'Wbrtn'pursuing_

v

Which of the ‘methods did you prefer? Why?- ¢

, . {
. . : . | . Lo
What did you like most and least abqut}each method?

fA - most

L 4
¢

‘Teast | R e
B - most
4 NS4
Teast
C - most ° )
Teast

Please wirite below any comments which mightlhe1p us in thfs study:

-

€

R
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.- - " APPENDIX D
'SAMPLE COMPUTER OUTPUTS

¥

N

FROM s . T0 . KEY -
0 MIN 0 SEC . . 0 MIN 33 SEC 3 .

KKKCOMMENTSRKK
NONE , =
" XKKSKILLS EXHTBITED THIS SEGHMENTXXX -~ .

CCLEAR

‘ .
vor - o - S0 440 a5 s e s S P21 (4 ot mean me s e e e e e s M A M gee M s e T e e Men fems W e ate WS Tees s 4604 Meen aes SH0s Wes MFP Tean S04 s T fiss tees mEs Mo
7

CFROM -, . TO0 . KEY

0 MIN-33 SEC 0 MIN 48 SEC a4
‘***CbﬁnENT§**x~ S
THE CC THREATENED THE ‘RECRUIT £

. A¥XSKILLS EXHIBITED THIS SEGMENTXKX ]

CONSIDERATE  ~ .« -l o o

D FRoM L To L KEY.

0 MIN 48 SEC 3 AIN S0 SEC 2

FXKCOMMENTSKHR
NONE =~ -

’ KXKSKILLS EXHIBITEUiTHIS SEGMENTXKX
. CONSIDERATE ° CLEA |

O L R v mee e e ceae smee e

FROM . 70 - KEY
3 MIN S50 SEC . 5 MIN 00 SEC , o4

C KXXCOMMENT SXKX

N
EXFRESSED A LOT OF CONCERN FOR THE RECRUIT AS A FERSON
AND EXFRESSED CONFIDENGE IN THE RECRUITS ARILITIES

 AXKSKILLS EXHIBITED THIS SEGMENTKXX

ONSILERATE - CLEAR . . ' !

o B e e e e e e e e 2 2 e e g 2 e o 2 e e o o e e e e

»« " Figure D-1.. Method "A" Output

b -
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CALCULATED TR EFFE‘CT‘IUENESS AUERACF«'———z. 50
JUDGES SELECTEL’ EFFECTIUENESS AUE’RAGE-—-—-—-—4 ,000
~’&S oL * S
SKILL . ) OESERVATIONS L EFFECTIVENESS -
.- ‘ L g AVERAGE. '

CONSTDERATE .- .. 3. - | . 4,500
CLEAR AT 3 o 0 4.000 * ‘
" Figure D-1. Method "A" Output (Contd) g
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. % " . . . . . _
. EVALUATED SKILL IS CONSIDERATE | ”
- FRQM . .TO . T REY
. " . 0 MIN O SEC . 0 MIN 55 SEC = . . &
: - ‘ |
| ' XXXBEHAVIORS EXHIRITED THIS SEGMENTKKX
"'7) NAS'IMFATIENT WITH THE RECRUIT e
L . FROM k “to - . Ky . T
. 0 MIN.55 SEC 1 MIN 38 SEC 4 - -,,\///,‘
***BEHAUIORS EXHIEITED THIS SEGMENTKKX B S
?) 8 BEHAVIOR NOT LISTED
FROM - 10 . i hEY
1 MIf 38 SEC 2 MIN 52 SEC 3
o ***BEHAUIORS EXHIEITED THIS SEGMENTKXX
/ .
2) EXFRESSED CONFIDENCE - IN THE RECRUITS BIiITIEs

P FROM . T0
<7 7 2 MIN 2 SEC 5 MIN 00 SEC
. : |

***FEHAUIORS”EXHIBITED THIS QEGMENT***

EUALUATED ShILLuIS 'LONSIDERATE'

OVERALL SKILL EFFECTIVENESS. AUERAG-..;.3.JO'-
. (ALCULATED EFPECTIUENESS AULRAGE.......S 4720

Figure D-2. Mei) {
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-~ NAVTRAEQUIPCEN IH-308,
LN . (v TN .

EVALUATED SKILL IS CLEAR =~ - 3
- TFROM s 1O KEY
0 MIN 0 SEC 0 MIN 37 °EC | - 3
***BEHAUIDRS EXHIBITED THIS bEGMENT*** . ;
14) WAS VAGUE | - o | ‘
________________ e e e e L ¥
FROM 1O o KEY -
_ 0 MIN 37 SEC . 2 MIN 15 SEC 4 .
XXXBEHAVTORS EXHIBiTED.THIS'SEGMENT***
10) GAVE SFECIFIC DETAILS
FROM o T0 KEY
2 MIN 15 SEC '3 MIN 44 SEC 2
"***BEHAUIDRB EXHIBITED THIS SEGMENTKKX F ‘ R
13) GAUE REASONS FOR THE THINGS RECRUITS 110° §&TKTC‘”"'“ -
.18) A BEHAVIOR NOT LISTED
% FROM - L <.". To0 ! KEY .
3 MIN 44 SEC 5 MIN 00 SEC a4 L
***BEHAUIDRS;EXHIBITED THIS SEGMENTXXX
14) WAS VAGUE . . : i | IR

,,......_._._.-.._._...__._._._. ...-.‘..-..._.—-—-—-..-_._-...._...‘.._._...._..._.‘.-...._--_...——..-_...-_....._....‘._.__._.—_.—-—....

EUALUATED thLL IS ﬁLEAR‘

OVERALL ShILL EFFECTIVENES S AVERAGE....4,000
CALCULATED EFFECTIUENESS AUFRAGE.......3 400

'JUDGE’S OUERALL EFFECT{UENESS AUERAGE.,...A.OOQ

P

" Figure D-2. Methdd."%@ 0utput_(Cohtd)‘
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s ‘
. FROM | . TO o
0 MIN O SEC 0 MIN 33 SEC
. ***BEHAUIORS”EXHfBITED‘THIS SEGMENT XXX .
14) WAS VAGUE | *
9) A, CONSIDERATE BEHAVIOR NOT LISTED . - -
FROM - T0. S v
. 0 MIN 33 SEC 1 MIN 47 SEC R .
PXKBEHAVIORS EXHIBITEL THIS SEGMENTHRK .
10) GAVE SFECIFIC DETAILS §
.18) 6 CLEAR BEHAVIOR NOT LISTED o
FROM ' R |
1 MIN 47 SEC . - 2 MIN 59 SEC S

'
***BEHAUIORQ E}HIRITEU THIS SEGMENT***

%) SHOWET DISINTEREST IN -THE RECRUIT’S FEELINGS_
_6) RELITTLED THE RECRUIT’S ABILITIES ’ _

‘ FROM .~ - - . TO
2 MIN 59 SEC - - MIN 00 SEC .

s ***BEHAUIORS EXHIBITEU THIS SEGMENT***

18) A CLEAR EEHAVIOR NOT LISTEL | ';Z/// f\\L

JUNGE’S OVERALL EFFECTIUENESS AUERAGh.....Q 500 -

SKILL . havEﬁAGE_
 CONSILERATE ~ 2.000% A .
v CLEAR . 3,000 7
R ' o Figure D-3. Method "C" Output
) 3.
2
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- ' . ' . . o« '. " :\?X
EVALUATED SKILL IS CLEAR ‘ \\ . .:?f{ : . |

FROM | - t0 . KEYY
0 MIN 0 SEC .1 MIN 51 SEC . - 4 B

***BEHAVIORS EXHIBPTED THIS SEGMENT XXX

lO) GAVE SPECIFIC DEIAILS

. rFroM - € 10 fey w |
1 MIN 51 SEC ». 2 MIN 34 SEC . ;
***BfHAVIOR ?XHIBITED‘THIS SEGMENTHKX . .
. . .
14) WAS VAGUE " LW W\
16> FAILED TO GUESTION THE RECRUITS FOR THEIR UNDER?TANDING
***BEHAVIOR NOT LISTED***
INCPRRECTLY INFERS ATTITUDE FROM REHAVIGR
. FROM— . ... T0O[  KEY L =
2 MIN 34 SEC 3 MIN 49 SEC . = - 3 | e
, : RSP
KXKEEHAVIORS EXHIBITEDgTHIS ' SEGMENTHKX
40) GAVE SFBSIFIC DETAILS . : | | ‘//
13) GAVE REASONS TO SHOW RELEVANCE OF WHAT WAS SALD
——————————————— & ._-----._.........u....—-...-._._—-—-———--«-u-«-—_.._—-u_._‘.-u..u—‘-l-—-—-.———--——-j—
. FROM . TO  KEY
3 MIN 49 SEC 5 MIN 00 SEC . 3

KXKREHAVIORS EXHIRITED THIS SEGMENTXXX A
: ¢ , . S

10) GAVE SFECIFIC DETAILS : : ; '
12) GAVE REASONS TO W RELEVANCE OF WHAT WAS SAIN .- -
*KKBEHAVIOR NOT LISTEINXK .

NOT CLEAR IN QUESTIONING

SKILL . AVERAGE - e
. ' >
CLEAR . . 3?336 :
CALCULATED 5 MINUTE VIDEOTAFE AVERAGE....2,940 .
‘ ‘ S A .
N IS @ . ! <
* . . Figure D-4. . New.Method Output:,:




P e . NAVTRAEQUIPCEN TH-308 . -
_ a > | o ) o ‘.. \
e _ ‘ \
“. EVALUATED SKILL IS CONSIDERATE i L\;
T : | | DN
_ EROM : _ O - KEY
o MIN 0 SEC = 1 ‘MIN 02 SEC 2
« -mar\_l P . . S ' _
***BEHAUIORS EXHIFITED THIS SEGMENTXXX ./ R
L7 WAS IMFATIENT WITH THE RECRUIT .
aﬂX“ _{M:TlﬂﬁwEECRUIT 8 NAME . Nea
Gy e e S22 o ZTROR e e oo o o o e e s alfhen s i sen o S o s 2 12 s e s n sn s s e w20 s 10 o v tnve st
*‘ ' FROM *TO S . KEY
N 1 MIN 02 SEC' = 1 MIN 47 SEC 2 -
*K:BEHAUIORS EXHIKITED.THIS SEGMENTXKX - :
é>\BELITTLEn THE RECRUIT’S ARILITIES
. FROM | TO _ KEY
1 MIN<47,SEg_ 3 MIN 33 SEC 3 e
’ . ) \r *' I.
***BEHAUIORS EXHIBITED THIS SEGMENTXXX .
: — PR/
10), ASKE! THE REChUIT HOW HE/SHE FELT AKOUT THE SITUATTON
KKEEHAVIOR NOT LISTEDKKX o
" "SEEMED DETACHED o .
FROM ' /f T0 | N o
3 MIN 33 SEC 5 MIN 00 SEC - o
KXKBFEHAVIORS ERHIEITED THIS SEGMENTKXX | S
7) WAS IMFATIENT WITH THE RECRUIT ) |
XXKBEHAVIOR NOT LISTEDKXX o o -
. FOOR LISTENING i
. L) ...i;j_.._..__...._....._......-_n....._-_.. _______________________________________________________
‘bNILL“ﬁg,»;.' AVERAGE ‘
LONJIDERQTE 2000 : - e .
CALCUCATED 5 MINUTE VIDEOTAFE AUERAGE......~.1“0
JunegfsfovERALL_EFFEcTIUENEss AVERAGE + 4 + 4 +4 24 700 _
Figure D=4, New Method Output (Contd) . .
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